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Abstract 
Employee turnover has attracted significant research 
worldwide because of the high cost it entails. These costs 
include recruitment, selection, training, adjustment time, 
possible product, and/or service quality problems which 
often exceed hundred percent of the annual salary for the 
position being filled. Understanding the factors that 
influence the turnover gives organisations the 
opportunity to reduce selection and training costs, 
increase employee morale and customer satisfaction and 
enhance organisational productivity. This paper traces the 
work done by researchers in understanding the flight risk 
or Turnover Intention behaviour of professionals and 
thus helps understand and curtail turnover thereby 
curtail costs for organisations. 
Keywords: Flight Risk, Professionals, Antecedents, Turnover, 
Turnover Intention, India 
1. Introduction 
Research is being conducted in the area of employee turnover in 
different countries, including India, China, Europe, Australia, 
Israel, Pakistan and Africa but most work in this field is done in the 
U.S. The research studies cover various perspectives: psychological 
(attitudinal-individual organisational), sociological and economic. 
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These studies cover entrepreneurial, large and medium 
organisations as well as several industries and sectors. Researchers 
have proposed models explaining the theory and empirical studies 
and have tested these models. Finally, the review has focussed 
more on the studies that deal with the turnover of professionals. 
1.1 Major streams of research in turnover 
There are two major streams of research in the field of employee 
turnover behaviour: “Traditional Stream” and “Job Embeddedness 
Stream.” The traditional stream of research tries to find the answer 
to the question, „Why people quit?‟  
The job embeddedness research stream explains and answers the 
question, „Why people stay?‟ It explores factors related to the job in 
the organisational environment, family, and community. It is also 
referred to as the intent to stay or behavioural attachment (Halaby, 
1986; Mueller et al., 1999).  
Thus, the main purpose of both the streams of research is to 
understand the antecedents of turnover to predict the probable 
turnover rate so that organisations can plan and implement 
strategies, policies, plans and procedures to enhance the retention 
of their human capital.  
Longitudinal research carries this forward to correlate the actual 
turnover rate with turnover intentions. Significant questions 
however, remain partially answered: Why do some employees, 
under similar organisational environment self-construct a poor 
relationship with the organisation while others self-construct a 
rewarding relationship and continue to stay? Also, why do 
employees with high-performance records, high rewards and 
growth opportunities still choose to leave? In this context, the role 
of human-resource practices acquires critical importance. Various 
studies have looked at Psychological, Sociological and Economic 
perspective to understand turnover. 
Turnover has most often been examined as the consequence of an 
individual decision process with the individual acting in isolation 
Pfeiffer (1991). Virtually, all the dominant models of turnover 
conceptualise it as an individual decision without considering the 
effect of social structures. It is, therefore, not an easy task to review 
Archana Singh                                     Antecedents Affecting the Flight Risk 
43 
 
the literatures of intensive continuous research done over a period 
of sixty years, when by 1980 more than 1500 papers had been 
presented on employee turnover and retention based on the 
psychological perspective alone (Muchinsky & Morrow, 1980). 
1.2 Turnover rate  
Turnover rate has been defined by Price (1977) as the ratio of the 
total number of employees who have left divided by the average 
number of employees in that organisation during the same period. 
Mobley (1982) has defined employee turnover as the termination of 
material income from the organisation. This concept by Mobley has 
now become the basis for many organisational studies (Abelson, 
1984; McEvoy, 1985; Cotton et al., 1986). It is a voluntary turnover 
when employees leave on their own. This kind of voluntary 
turnover is considered dysfunctional. This study does not deal with 
involuntary turnover. 
1.3 Turnover intention or flight risk 
The behaviour that precedes turnover is defined as turnover 
intention. Firth, Mellor, Moor and Loquet (2004) define it as the 
individual thinking about quitting a job. An individual who 
nurtures the thought of quitting his present job is more likely to do 
so if the right conditions exist or if adverse conditions that 
triggered the thought of intent persist (Ajzen & Fishbein, 1980). 
Shore and Martin (1989) found that the relationship between 
intention which is flight risk and the actual turnover was quite 
strong. As the data about actual voluntary turnover is not often 
available or, not correctly provided by organisations, the 
conception often used is the turnover intent. It is the job-hunting 
behaviour of individuals that facilitate the process of receiving job 
opportunities. Turnover intent or flight risk is a dependent variable 
of numerous studies that have studied antecedents that influence 
the turnover (Allen, 1999, Price, 1977).  
There are three reasons to study turnover intentions or flight risk 
instead of actual the turnover (Thompson & Terpening, 1983). First, 
there is time lapse between the measurement of „an employee given 
reason for leaving‟ and „actual turnover‟ and this results in 
measurement unreliability. Records of exit surveys were not 
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maintained to give accurate reasons of why employees actually left. 
Second, the use of archival data did not always specify why 
employees left their employer. Third, the real reasons for leaving 
may not have been given by employees in order to protect privacy. 
Therefore, the intention to quit or flight risk is considered as the 
best predictor of turnover (Igbaria & Greenhaus, 1992). 
1.4 Antecedents of turnover intentions / flight risk 
Numerous studies have been conducted to determine the specific 
drivers of turnover, examining issues related to the work 
environment, job design, the external environment, individual 
demographics, job performance, the withdrawal process, and so on. 
A comprehensive meta-research presents the relative importance of 
a wide variety of turnover predictors (Bauer, Bodner, Erdogen, 
Truxillo & Tucker, 2007; Greiffeth et al., 2000; Phillips, 1998).The 
positive values indicate that as the predictor increases the 
likelihood of turnover increases; a negative value indicates that as 
the predictor increases the likelihood of turnover decreases. These 
estimates represent summaries and some relationships may differ 
depending on each unique context and setting. There are 
implications that generally apply across settings (Allen, Bryant & 
Verdman, 2010). 
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Exhibit 2.1 Meta-Analysis of Turnover (Source: Allen, Bryant, & 
Verdman,2010).
 
At the organisational level, effective HRM practices not only 
increase the performance but also decrease employee turnover 
(Arthur, 1994; Huselid, 1995; Lepak & Snell, 2002).  
Meta-research by Griffeth, Hom and Gaertner (2000), on employee 
voluntary turnover has reviewed all major research prior to the 
year 2000, including updating their earlier similar study (1995) and 
also one done by Cotton and Tuttle (1986). It presents a wide-
ranging quantitative review of the predictive strength of all 
turnover antecedents estimating variability of predictor-quit 
relationships as well as their statistical reliability. It also identifies 
various moderators of antecedents-turnover correlations. Since it 
provides baseline data about all the antecedents, the contents of the 
important tables need to be discussed in the review. 
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Table 2.1 Predictors Correlation with Turnover Intentions 
Predictors Av. weighted correlation for 
measurement error in the 
predictors 
Q-Static test for 
moderators 
Overall job satisfaction - .19 231.27 
Met expectations - .13 17.64 
Compensation factors  
Pay - .09 287.69 
Pay satisfaction -.06 39.50 
Distributive justice -.07 20.62 
Leadership  
Supervisory satisfaction -. 010 18.38 
Leader-member 
exchange 
-.23 5.17 
Co-worker  
Work group cohesion -.11 33.92 
Co-worker satisfaction -.11 16.12 
Stress  
Role clarity -.21 .77 
Role overload .10 1.97 
Role conflict .20 1.78 
Overall stress .14 7.03 
Others  
Promotional chances -.12 157.07 
Participation -.11 18.47 
Instrumental 
communication 
-.11 33.46 
Job Content  
Job scope -.12 92.08 
Routinisation .09 11.33 
Work satisfaction -.16 104.46 
Job involvement -.08 48.49 
External Environment  
Alternate job 
opportunities 
.12 37.64 
Comparison of 
alternatives with 
present job 
.15 7.84 
Source: (Griffith & Home, 2000) 
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The updated meta-analysis, by and large, replicates the previous 
study, yielding similar predictive validity for overall job 
satisfaction and various job attitudes, modestly predicting the 
turnover. The overall job satisfaction being the best predictor of 
work satisfaction again showed the highest relationship with the 
turnover. Pay and pay related factors are modest in their 
relationship. External environmental factors, like perceived job 
alternatives modestly predict turnover. Behavioural predictors, 
lateness, and absenteeism have less predictive accuracy. The 
performance-turnover relationship is consistent and organisational 
commitment predicts better overall job satisfaction. These meta-
analytical findings carry significant theoretical and practical 
implications. 
1.5 Professionals and turnover 
A lot of research has been conducted in the area of employee 
turnover. In fact, it is one of the most studied aspects of 
organisation behaviour (Mitra, Jenkins & Gupta, 1992). However, 
there is a dearth of studies regarding the possible causes of 
turnover among professionals. Also, most research on professional 
turnover in general is based on a limited number of professional 
groups. For example, a meta-analysis that tested the relationship 
between professional and organisational commitment found no 
data regarding physicians and lawyers who have been defined as a 
classic professional group (Gunz&Gunz, 1994) and relied mostly on 
data for accountants. 
One reason may be the difficulty in accessing this population much 
of which is dispersed across organisations, offices, and the amount 
of approvals required at organisational levels. Thus, our 
knowledge about work behaviour of this interesting professional 
group is limited. The characteristics of professionals involve 
membership of professional associations, knowledge base, 
institutionalised training, intellectual excellence, work autonomy, 
and code of ethics. Professionals are an exclusive elite group in all 
societies (Larson, 1978).  Their attributes include a high degree of 
systematic knowledge, strong community orientation, and loyalty 
(Brown, 1992). A professional requires prolonged specialised 
training in a body of abstract knowledge, a collectivity or service 
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orientation, and a vocational code of behaviour to become part of 
his /her profession (Jackson, 2010). 
Professionals view themselves as employees of special status, 
resulting among other things, their demand for autonomy (Kerr & 
Glinow, 1977). Raelin (2000) identified six characteristics that 
distinguish them from other types of workers: expertise, autonomy, 
collegial maintenance of professional standards, commitment to the 
job as a calling, identification with the profession and fellow 
professionals and ethics or a felt obligation to render service 
without concern for self-interest and without becoming 
emotionally involved with the client. These characteristics indicate 
that professionals have relatively low levels of attachment to their 
organisations as compared to their profession. Hence, they switch 
employment relatively frequently (Raelin, 1991). 
Literature has commonly assumed a conflict between the 
professional and organisational commitments which influence 
professionals‟ reactions to their work environment and, 
consequently, their intentions to withdraw (Aranya, Lachman, 
&Amernic, 1982; Martin, 1979; Price & Mueller, 1981). However, 
not many significant studies have compared professionals in 
different occupational settings (Sorensen & Sorensen, 1974; Kronus, 
1976; Tuma & Grimes, 1981; Aranya et al., 1982). 
It is important, therefore, to examine whether the same 
mechanisms and factors that affect employee turnover in large 
organisations also operate in the case of professionals. Such 
research will increase understanding of human-resource 
management processes and methods in a variety of work settings. 
Professionals in India come from a very diverse background; they 
are generally highly educated, having professional and post 
graduate degrees in engineering, management, finance, 
information technology, and so forth. They also undergo a 
probation period of about one year and an internship during their 
professional studies. They usually start their career under a senior 
manager and get an independent charge usually after four to five 
years of service. 
An examination of the antecedents of turnover intentions of 
professionals employed in well-structured commercial 
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organisations deserve an in-depth study because their voluntary 
turnover carries a cost and reduces the sum-total of organisational 
knowledge, competence, and critical relationships. 
1.6 Indian context 
India has become the world‟s third largest economy in terms of 
purchasing power parity after USA and China. India‟s gross 
domestic product (GDP) grew 7.6 percent in 2015-16, powered by a 
rebound in farm output and an improvement in electricity 
generation and mining production in the fourth quarter of the 
fiscal. 
With the world‟s youngest population median age at 26.2 years 
(U.S. 36.9, Russia 38.7 and Japan 44.8), Indians are looking to fast-
track their learning experiences and their seniority. Job-hopping 
appears to be a good way to achieve both. A survey indicated that 
78% young Indians aspired to be in senior executive and/or CEO 
roles and were very impatient about getting there. A Mercer survey 
(2014) highlighted that 54% Indian workers were at flight risk and 
that figure spiked to 66 % in the 16-24-year age bracket as they just 
have more opportunities in their buoyant market at present. 
Voluntary turnover is a major problem for organisations world 
over, specifically in Asian countries such as Hong Kong, South 
Korea, Malaysia, Singapore, and Taiwan (Barnett, 1995; Chang, 
1996; Syrett, 1994). Similarly, employee turnover is very prevalent 
in China (Lachlan, 1996) as well as India with a turnover rate of 
26.9% predicted for 2016 (Group, 2013). 
According to global management consulting organisation, (Group, 
2013), there will be 49 million more employees who will leave their 
employers globally in the next five years compared to 2012. This 
will be because of improvements in the labour market and 
economic conditions. Also, the employee turnover rates in Asia 
Pacific will be the highest in comparison to worldwide figures. 
India will lead the Asia-Pacific region in terms of turnover rates. 
Indian business organisations are quite bureaucratic and have 
multiple levels of authority as compared to their Western 
counterparts. Similarly, owners and promoters influence executive 
decision making. Even in case of public sector organisations, 
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concerned government ministries influence the decision-making 
process. Corporate governance standards and ethical behaviour at 
the top are not always as high as in the West. Indian boards are also 
not always professionally constituted. Professionals therefore, 
working in such an environment experience more stress in 
handling their job responsibilities. However, with the new 
Company‟s Act 2013, improvements are on the way. India has a 
history of strong trade union activities. There are multiple trade 
unions active in most organisations. These unions are based on 
political affiliations. Professionals in manufacturing have a 
responsibility to handle these unions. 
India offers several unique features that are very attractive to 
multinational organisations. A highly skilled and educated 
workforce, a rapidly growing middle class and an English-speaking 
populace (Verma, Pichler & Srinivas, 2005) are some of them. The 
turnover rates have been quite high in some of the major sectors of 
the Indian economy. This has led to a discussion about the various 
retention strategies required to counter the high employee turnover 
in India as there is a challenge in hiring and retaining talent.  
Performance losses affect organisations considerably by impacting 
execution capability, productivity, work team cohesion as well as 
social good will. Currently a lot of research is being done in the 
Indian context because of its unique features.  
2. Conceptual and empirical developments 
The conceptual and empirical developments in the area of turnover 
date back to the time of World War II indicating considerable focus 
and attention to the area of organisation behaviour and research 
pertaining to it. Table 2.2 illustrates these developments. 
Table 2.2 Significant historical developments 
Researcher Purpose Methodology Relevant Findings 
Chester 
Bernard 
(1938) 
 
 Identified the 
various factors 
responsible for 
individuals to 
work for 
organisations. 
Empirical study  Discussed the 
economic and social 
factors that help in 
attracting 
organisational 
members to willingly 
join collaborative 
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organisation and 
contribute to the 
organisation‟s goals 
and maintain its 
social structure. 
March and 
Simon 
(1958) 
Examined the 
behaviors that 
lead to 
performance 
and 
participation in 
organisations 
Empirical 
studies based on 
earlier work of 
Chester Bernard 
in the area of- 
Organisational 
equilibrium. 
 
  Explained 
employees‟ decision-
making behaviors 
into “Decisions to 
Perform” and 
“Decisions to 
Participate”. They 
explained the relative 
ease of movement, 
labor market 
conditions and desire 
for movement 
(dissatisfaction with 
the job) as the main 
reason for employee 
turnover. 
Porter and 
Steers 
(1973) 
 
 Attempted to 
break down the 
concept of 
turnover   by 
analysing 
withdrawal 
behavior 
Critical 
examination of 
research over 
the past 10-12 
years 
concerning 
turnover  
Overall job 
satisfaction 
represents an 
important force in an 
individual‟s 
participation 
decision; however, it 
is not sufficient for 
explaining the 
withdrawal process 
leading to employee 
turnover. Proposed 
four general 
categories of factors 
that affect turnover:  
organisation-wide 
factors (pay and 
promotion), 
immediate work 
environment factors 
(supervisor and size 
of working unit), job-
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related factors (job 
autonomy and role 
clarity) and personal 
factors (age and 
personality traits). 
Mobley 
(1977) 
 
Suggested 
several of the 
intermediate 
steps in the 
withdrawal 
decision process 
Review of 
literature and 
development of 
a heuristic 
model 
Suggests that thought 
of quitting is the next 
step after 
experiencing 
dissatisfaction and 
that intention to 
leave, following 
several other steps 
may be the last step 
prior to actually 
quitting 
Mobley et 
al. (1979) 
 
 
 
Attempted to 
clarify and 
integrate 
constructs of 
turnover into a 
general model of 
the individual 
employee 
turnover process 
Conceptual 
model 
Satisfaction, job 
content, and 
commitment are 
consistently and 
negatively related to 
turnover. Generally, 
however, less than 
20% of the variance is 
explained affecting 
turnover Intention. 
Identified four 
general classes of 
factors that affect 
employee turnover; 
namely, the state of 
the external economy 
(unemployment level 
and inflation), 
organisational 
variables (size of unit 
and job design), 
individual non-work 
variables (spouse‟s 
career and family 
responsibility) and 
individual work-
related variables 
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(expectations and 
abilities).  
Bluedorn 
(1982) 
Developed a 
unified model of 
turnover 
A model is 
developed by 
synthesising 
three turnover 
models and 
tested via path 
analysis 
Series of structural 
and individual 
determinants of job 
satisfaction; 
organisational 
commitment; 
Strength of 
involvement with the 
organisation; 
Linkages established 
between job 
satisfaction and 
turnover. 
Cotton and 
Tuttle  
(1986) 
 
 
Study of 
turnover 
predictors 
Meta-Analysis Employee turnover 
research studies are 
reviewed using meta-
analytic techniques.  
Almost all variables 
(26) relate to 
turnover. The 
moderating 
relationships are 
identified. 
Allen & 
Meyer 
(1990) 
Organisation's 
commitment 
was looked at as 
affective, 
normative and 
continuance 
commitment 
 
Development of 
turnover model 
The three-component 
model of 
commitment 
developed arguably 
dominates 
organisational 
commitment 
research.  
Tett& 
Meyer 
(1993) 
Job satisfaction 
and 
organisational 
commitment 
were compared 
as a unique 
precursor of 
employee 
withdrawal 
Aggregation of 
178 independent 
samples from 
155 studies 
Job Satisfaction, 
organisational 
commitment and 
Intention to quit are 
the best predictors of 
turnover. Turnover 
Intention is the 
strongest cognitive 
precursor of 
turnover. 
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Lee et al. 
(1996) 
 
 
Reports on a test 
of unfolding 
model of 
Voluntary 
Turnover. 
Interviews with 
nurses and a 
mailed survey 
analysed 
quantitatively 
and 
qualitatively 
 Their research 
indicates that 
quitting is more 
complicated than 
traditional turnover 
theories implying in 
55% of the cases, Job 
dissatisfaction was 
reported, followed by 
Job search, the 
remaining 45% could 
not be easily 
explained by 
traditional turnover 
theories and 
introduced a notion 
of “Shock” to the 
system and four 
different   decision 
pathways. 
Mitchell 
Holtom, 
Lee, 
Sablynski 
& Erez 
(2001) 
Changed the 
direction of 
research, asking 
why people 
stay? Rather 
than why they 
leave? 
Qualitative and 
Quantitative 
studies 
encompassing 
banking, 
nursing, grocery 
store and 
accounting staff 
Leaving process is 
considerably more 
complex than 
reflected in the 
conventional wisdom 
Complex theories 
leave 75% variance in 
turnover 
unexplained. 
Introduced the idea 
of Job 
Embeddedness. 
Mitchell 
Holtom & 
Lee (2001) 
Introduction of a 
new construct to 
predict 
voluntary 
turnover - Job 
Embeddedness 
Developed a 
measure of Job 
Embeddedness 
with two 
samples: 
grocery store 
and hospital 
respondents 
Embeddedness 
restrains employees 
from leaving through 
its dimensions 
namely Links, Fit and 
Sacrifice, both within 
and outside the 
organisation. 
  Damien 
Joseph  
(2007) 
Introduction of a 
comprehensive 
model of 
Tested among 
IT professionals 
in Singapore 
Encompassed job 
related, organisation 
related and 
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 Turnover 
Intention 
contextual factors as 
well as moderating 
and mediating 
factors in the study 
on the antecedents of 
turnover intention. 
 
Thus, significant conceptual and empirical developments have 
taken place in the area of turnover. Though a lot of research has 
been done in the area of employee turnover in terms of identifying 
and isolating the various factors that are significant, this area 
continues to attract researchers because of the enormous costs 
involved in identifying the right quality of talent, investing in their 
training and development and making them productive in their 
jobs. 
3. Theories of turnover 
There have been many theories regarding why employees leave 
their organisations voluntarily.  
Organisational Equilibrium Theory: The theory of March & Simon 
(1958) is perhaps the most significant among the various theories 
on turnover. According to this theory, turnover is the result of 
individual contributions exceeding organisational inducements. 
This is influenced by the employee‟s dissatisfaction resulting in a 
desire to move and employment opportunities available due to 
macro level factors of economy. Most of the subsequent 
development in the area of turnover is attributed to March and 
Simon‟s model by expanding on it or theorising decisions to quit 
(Cohen & Hudecek, 1993; Hom et al., 1992; Porter & Steers, 1973; 
Porter et al., 1976; Price, 1977). 
Met expectations theory: Met and unmet expectations are seen as 
key reasons behind turnover decisions. „Met expectations‟ are the 
actual positive and negative experiences encountered vs. 
expectations like rewards, advancement, and relations with peers 
and supervisors (Porters & Steers, 1973). The dissatisfaction 
because of these failed expectations is usually the cause of the 
turnover. 
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Linkage Model: There is a series of intermediate links that exist 
between job dissatisfaction and turnover like thoughts of leaving, 
evaluating alternate jobs and intentions to quit. When a suitable 
alternate job that is more attractive is found, the individual 
develops an intention to quit and he leaves (Mobley, 1977). 
Unfolding Model of Turnover:  This model proposed by Lee and 
Mitchell (1994) highlights the paths people take when they quit. 
Turnover process is often triggered by a shock or certain events.  
Job Embeddedness Theory: This theory is unique as it suggests 
why employees stay and not quit. It suggests that employees get 
enmeshed in a web that prevents them from quitting. These could 
be because of the links that they have with other people or 
activities, being settled in their jobs and communities, and sacrifices 
they have to make if they leave (Mitchell et al., 2001). Unlike other 
theories, non-work factors were also included that affect an 
individual's reason not to leave.  
4. Models of turnover 
The classic turnover model based on job attitude is constructed on 
the basis of psychological processes. It puts research focus on the 
mutual relations of employees‟ turnover behaviour, including job 
satisfaction, organisational commitment and other variables as 
mediator variables, generating various representative 
organisational models in different periods. These model variables 
were increasingly generated and their relationships among them 
gradually became complicated (Griffeth et al., 2000; Lee et al., 
2004). The models include the Process model of Price (1977), Media 
Chain Model of Mobley (1979) and Steers and Mowday (1981).  
4.1 Attitudinal factors 
Griffith et al. (2000) conducted a meta-analysis of research on 
turnover research papers. The result of the meta-analysis resulted 
in eleven demographic predictors, sixteen work and organisation 
related factors like pay, satisfaction with supervisor and co-workers 
and so forth. Six variables pertaining to job and external 
environment, and three behavioural predictors were also identified. 
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A general research model and an analysing route for traditional 
attitude research model emerged from this review are presented in 
the following exhibit: 
Exhibit 2.2  Traditional attitude model of voluntary turnover 
 
Source: Griffeth, Hom, & Gaertner, S. (2000). A meta-analysis of antecedents and correlates of 
employee turnover: Update, moderator tests, and research implications for the next millennium. 
However, Griffeth, Hom and Gaertner, (2000) and Hom and 
Griffeth (1995), report that variance accounted by these attitudinal 
variables is relatively low, comprising about 15-25% of the variance 
in voluntary turnover with the individual variables rarely 
accounting for more than 10% of the variance. Thus, quite a few 
meaningful areas still need to be researched. 
4.2 Attitudes to organisational non-work factors 
Empirical findings suggest that many factors that are off the job are 
important for predicting turnover intentions.  Non-work influences 
like family attachments, conflict between work and family roles, 
having children and spouse at home (Lee & Maurer, 1981) are 
better predictors of leaving a job than organisational commitment.  
Thus, there are some forces or factors that impel an employee to 
quit and search for alternative jobs while there are others that 
induce him to stay. The situation is best expressed by Kurt Lewin‟s 
 
Demographic/ 
environmental 
controlled / 
adjusted variables 
Precursor  
Variables 
Movement Desirability 
Job 
satisfaction 
Retention/ 
Withdrawal 
tendency 
Voluntary 
Turnover 
Other Variables  
influence to job 
attitudes 
Organisation 
Commitment 
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famous model of dynamic equilibrium in which all employees are 
in a given state of organisational flux and subjected to opposite 
forces. When the forces that impel him to quit are stronger 
compared to organisational job-satisfaction-commitment-cultural 
factors, the employee turnover takes place. This is also known as 
Push and Pull theory of turnover. 
Inter-role conflict: In the work-family conflict literature (Cohen, 
1997; Netermeyer, Boles & McMurrian, 1996), it is concluded that 
job switches hinge more on interfering factors including but not 
restricted to factors such as extra work commitments. The same 
was propounded earlier by March and Simon (1958); the greater 
demands at the workplace make it impossible to fulfil expectations 
in other social groups and this in turn increases the desirability of 
movement.  
Job avoidance: According to Krausz, Koslowasky and Eiser (1985), 
unhappy employees who miss work or arrive late are more prone 
to depart. Hence, they assert that job satisfaction reduces job 
avoidance and job avoidance increases withdrawal cognitions. 
4.3 Performance-turnover relationship 
Allen and Griffeth (1999), Mitchell (2001), Lee (1999) and Huselid 
(1995), researched on the employee‟s performance level 
relationship to their voluntary turnover. The research is 
summarised as consisting of three routes that when adopted will 
influence job satisfaction (movement desirability) and 
organisational commitments. Secondly, performance level will 
influence turnover behaviour through movement in labour markets 
with perceived mobility easiness. 
Hausknecht (2008) listed the 12 major retention factors that have 
been published in literature over the last 60 years from a survey of 
24,829 employees in the leisure and hospitality industry of the US 
which help explain why employees stay or quit given in Table 2.3. 
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Table 2.3 Description of retention factors or turnover antecedents 
Retention factor Definition 
1. Job 
satisfaction 
The degree to which individuals like their jobs 
 
2. Extrinsic 
rewards 
The amount of pay, benefits, or equivalents in return 
for service. 
3. Constitutio
n 
attachments 
The degree of attachments to individuals associated 
with the organisation such as supervisor, co-workers, 
or customers 
4. Organisatio
nal 
commitmen
ts 
The degree to which individuals identify with and are 
involved in the organisation. 
5. Organisatio
nal 
6. Prestige 
The degree to which the organisation is perceived to be 
reputable and well regarded. 
7. Lack of 
alternatives 
Beliefs about the unavailability of jobs outside the 
organisation. 
 
8. Investments
. 
Perceptions about the length of service to the 
organisation. 
9. Advanceme
ntopportuni
ties 
The amount of potential for movement to higher levels 
within the organisation. 
10. Location The proximity of the workplace relative to one‟s home. 
11. Organizatio
n justice 
Perceptions about the fairness of reward allocations, 
policies and procedures and interpersonal treatment. 
12. Flexible 
work 
The nature of the work schedule or hours 
13. Non-work 
influence 
The existence of responsibilities and commitments 
outside of the organisation. 
Source: Hausknecht, Rodda, & Howard (2009). Targeted employee 
retention: Performance-based and job-related differences in reported 
reasons for staying.  
4.4 Job embeddedness model 
The job embedded theory proposed by Holtom, Lee, Sablynski and 
Erez (2001) proposed that embedded figures are immersed in their 
background and are hard to separate. People have perceptual life 
spaces in which their lives are represented and connected. These 
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connections can be less or more and close or distant. People can get 
stuck into these web-like connections. 
Hulin‟s (1991) earlier work focussed on the predictors of 
organisational attachment. But what was not explained by earlier 
researchers was why people leave in spite of an attachment with 
the current job without having searched for job alternatives. 
Mitchell et al. (2001) tried to explain the above paradoxes through 
their theory of job embeddedness (also known as on-the-job and 
off-the-job coupling) through the dimensions of Links, Fit and 
Sacrifice. 
Job embeddedness is broader than any of the constructs discussed 
in literature. It includes an assessment of some factors, both on and 
off the job that are not measured elsewhere. Its dimensions are less 
affective in nature. Link is clearly non-affective and faith and 
sacrifice are partially affective. Some authors claim that in the 
construct level, job embeddedness is conceptually unique in 
turnover literature. The job embeddedness model is given in the 
exhibit below: 
Exhibit 2.3  Job Embeddedness Model 
 
 
 
 
      
 
Source: Adapted from Mitchell, T. R., & Lee, T. W. (2001). The unfolding model of voluntary 
turnover and job embeddedness: Foundations for a comprehensive theory of attachment.  
5. Research on professionals and turnover 
In a meta-study of 30 studies of the IT industry and study of 
antecedents of turnover intentions of IT professional, Joseph et al. 
Organisational and 
Societal Links 
Turnover Intention 
Organisational and 
Societal Fit 
Organisational and 
Societal Sacrifice 
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(2007), reported 43 antecedents of turnover intentions and tested a 
model by analytic structural equation modeling. 
Ovadje (2010) explored turnover among middle managers in a non-
western culture focussing on the drivers of turnover intention 
among middle managers in Nigeria. The study variables were 
turnover intention (dependent) and perceived organisational 
support, management style organisational commitment, 
satisfaction with pay and benefits, and turnover culture as 
independent variables. 
Faculty of business schools are professionals in their own rights 
although they face different types of pressures. In an empirical 
study of Indian business schools in India, Azmi and Sharma (2012) 
explored the relationship between retention factors, organisational 
commitment and actual turnover. Their research enquired about 
factors which would ensure organisational commitment of teachers 
and the relationship existing between organisational commitment 
and the actual turnover.  
Chang et al. (2008), in a study of professionals with a degree of PhD 
in a Korean electronics firm, focussed on the role of three pre-entry 
characteristics: cognitive style, work values and career orientation 
as significant predictors of turnover intentions.  
Hee and Ling (2011) in a research on strategies for reducing 
employee turnover and increasing retention rates of quantity 
surveyors in construction management explored the job and job 
holder‟s characteristics that significantly affected the retention of 
quantity surveyors in their profession.  
This review of literature and research has highlighted the 
development of ideas, theories, and models in a systematic manner 
in the field of voluntary turnover and the antecedents of turnover 
intentions, in particular, focussing on the professionals.  
6. Research gap 
From a review of extant literature, the following gaps can be 
identified: 
Many studies concerning employee retention have been conducted 
mainly in the U.S and Europe to determine the main factors that 
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contribute to their satisfaction and motivation to exist. Replication 
of such studies in other regions is highly justifiable. Limited studies 
have been conducted on professionals from developing or less-
developed countries (Tetty, 2006). 
Although some studies exist in the Indian context, there have not 
been extensive studies on professionals with specific reference to 
manufacturing and services organisations. Literature survey has 
brought out that the samples of existing research studies on 
turnover intentions in India have focussed on nurses, BPO, and IT 
staff (Bjorkman & Budhwar, 2007; Budhwar& Varma, 2010).  
The characteristics of professionals according to research (Raelin, 
2000; Glinow, 1996) indicate that professionals are highly qualified 
and have relatively low levels of attachment to their organisations 
and more to their professions and switch employment relatively 
frequently (Raelin, 1991). Therefore, further research is justified on 
employee‟s subgroups of professionals. 
The field of voluntary employee turnover has received much 
attention over the past decades. Research has centered on both 
conceptual developments (Lee & Mitchell, 1994; Steel et al., 2002) 
and empirical analyses of various turnover antecedents (Griffeth et 
al., 2000). However, studies have primarily addressed individual-
level predictors of turnover whereas the examination of 
organisational determinants has been mostly neglected (Shaw et al., 
1998). 
Though job satisfaction is one of the most researched topics in the 
field of organisational behaviour (Spector 1997), job satisfaction of 
knowledge workers is one area that further needs to be researched 
upon (Narang & Dwivedi, 2010). 
Although the proposed negative relationship between 
organisational commitment and turnover has received wide 
empirical support (Mael&Ashforth 1995; Wan-Huggins et al., 1998; 
Riketta 2005), it is less clear which organisation-level factors will 
influence the turnover in general and the commitment-turnover 
relationship for professionals. 
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6. Conclusion 
In spite of numerous studies and meta-researches on factors 
affecting flight risk of professionals, this area remains one of most 
researched areas in organisation behaviour studies due to the 
implications it has on curtailing the flight risk as well as the 
tremendous costs involved in hiring, training and on-boarding 
professionals. Professionals can impact the competitive advantage, 
top and bottom line and thus there needs to be a constant vigil on 
them and algorithms and models that can successfully predict their 
flight risk will be most sought after by organisations. 
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